Abstract
Introduction
Nowadays, we are witnessing the deep structural changes in Europe. Globalization processes determine not only transport but also all human activities (Šulgan, 2006) . In turbulent changing business environment only those companies that understand the current trends in global economy may survive Mura and Gašpariková, 2010; Li and Jiang, 2016) . To be able to react to this situation as well as to ensure the sustainability and continuous development and due to the tough competition, managers strive to build in their enterprises a functioning process because business entities have to achieve efficiency in their processes (Čambál and Caganova, 2010; Urbancová and Fejfarová, 2017; Němec et al., 2015) . Companies must invest great effort in development of management system that will ensure their survival on the market (Klarić et al., 2015; Plchová and Turáková, 2016) . This is the condition under which the firm is successful (Myšková, 2001 ). According to the quality is an important tool for customer retention and it also has effects on the performance and economic results of the organization in the competitive environment. Based on Kucharcikova et al. (2016) human capital management helps enterprises achieve enterprise goals just by using the human capital efficiently. Human resources present strengths and competitive advantages of companies (Stacho and Stachová, 2013; Hrmo et al., 2012) . Enterprise success is affected not only by employee and their performance but also by approaches and values appreciated by employees as well as by employee behavior in and outside the workplace, it means corporate culture Vetráková et al., 2016) . Corporate culture is traditionally considered to have an important influence on an organization's effectiveness (Deal and Kennedy, 1982; Schein, 1990; Wilkins and Ouchi, 1983) , and in recent review of the literature, some culture orientations have a positive effect on performance measures (Sackmann, 2010) . Peters and Waterman (1982) were possibly the first authors telling managers that having a strong culture was a key to organizational success. Cameron and Quinn's (2006) premise is that strong organizational culture is a key to corporate profitability. Corporate culture is an integral part of each enterprise (Turáková, 2016) .
It is the set of key values, beliefs, norms, attitudes and preferences shared by members of an organization and passed down from one generation to the next (Daft, 2006; Weberová and Ližbetinová, 2016; Syafii et al., 2015) . According to Jafari et al. (2013) organizational culture defines the collection of organization common values, belief and faith. It also contains competitiveness, social responsibility, support innovation and performance (Markova et al., 2017) . Most discussions of organizational culture (Cameron and Ettington, 1988; O'Reilly and Chatman, 1996; Schein, 1996) agree with the idea that culture is a socially constructed attribute of organizations which serves as the "social glue" binding an organization together. Unfortunately, most people are unaware of their culture until it is challenged. Culture is undetectable most of the time because it is not challenged or consciously articulated. Organizations tend to develop a dominant orientation and value set -or organizational culture -over time as they adapt and respond to challenges and changes in the environment (Schein, 1996; Sathe, 1983) . Measuring culture, therefore, has presented a challenge to organizational scholars and change agents (Cameron, 2008) . Cameron and Quinn's (2006) diagnostic instrument has demonstrated reliability and validity and is therefore a useful tool for improving organizational culture (Cameron and Ettington, 1988; Fleenor, 2008; Trice and Beyer, 1993) . The tool, the Organizational Culture Assessment Instrument (OCAI), was developed as a means for organizations to quantify organizational culture (Cameron and Quinn's, 2006) . More importantly, OCAI results provide a means by which organizations can navigate organizational change successfully (Suderman, 2012) . Corporate culture, which plays a subtle but pervasive role in organizational life, has important implications for managerial action.
Methodology
The objective of the paper is to compare the level of corporate culture in Slovakia and Germany. The research was conducted from February till May 2016 in 16 transport companies. 9 companies were operating in the Slovak market and 7 in the German market. Top managers working in large businesses (more than 250 employees) were asked to participate in the research. The sampling unit consisted of 198 respondents, 96 from Slovakia and 102 from Germany. More details are presented in Table 1 . OCAI was used in the research. It is a psychometric tool developed which purpose is to help organizations identify their current and preferred culture (Wilkins and Ouchi, 1983) .
Through the use of a research, participants identify their perceptions of both existing culture and their desired future culture. Organizations can then utilize these results to assess both the current and desired culture state. The OCAI instrument is built on Cameron and Quinn's competing values framework. The framework is rooted in considerable research in the field of organizational culture and aligns with well-accepted culture categorical themes -the way people think, their values, assumptions and how they process information. The research revealed six key dimensions which formed the basis of their framework on organizational culture: dominant characteristics, organizational leadership, management of employees, organizational glue, strategic emphasis and criteria for success (Suderman, 2012) . Based on the framework, the OCAI consists of six questions. Each question has four alternatives. The respondent divided 100 points among these four alternatives depending on the extent to which each alternative is similar to own organization. A higher number of points are given to the alternative that is most similar to own organization. For example, in first question, if someone think alternative A is very similar to own organization, alternative B and C are somewhat similar, and alternative D is hardly similar at all, one might give 55 points to A, 20 points to B and C, and five points to D. In the first pass through the six questions, respondents answered six key dimensions from the perspective of what the organizational culture is currently like. In the second pass, respondents answered the same six key dimensions from the perspective of what their preferred organizational culture would be in the future. Total equals 100 points for each question. By completing the instrument in all six questions, it is possible to provide a picture of how organization operates and the values that characterize it (Jungnitsch et al., 2016; Schmidtová and Vacek, 2013) . No right or wrong answers exist for these questions just as there is not right or wrong culture (Cameron and Quinn, 1999; , then H 0 is rejected in favour of H 1 , which means that there are statistically significant differences between the distributions of Slovak and German respondents.
Results and Discussion
Based on the methodology of Cameron and Quinn (1999; , dominant characteristics was the first dimension analysed. Fig. 1 compares current perception of dominant characteristics in Slovak and German transport companies. The results of the research presented in Fig. 1 show the alternative D was marked as the most dominant in Slovak transport companies. The organization is a very controlled and structured place. In the following 5 years alternative A was most preferred alternative by Slovak and German top managers working in transport companies. Friendly atmosphere should be dominant in the workplace.
Organizational leadership is presented in Fig. 3 and Fig. 4 . Currently the organizational leadership in the Slovak transport organizations was considered to exemplify coordinating, organizing, or smooth-running efficiency. The alternative D was preferred at the present and future time by top Slovak managers of transport companies. However, there are differences compared to German respondents. Top German managers preferred alternative A as the most suitable at the present and future time. The leadership in the German transport organizations was considered to exemplify mentoring, facilitating, or nurturing.
The third studied area was the management of employees. Current perception is presented in Fig. 5 . Fig. 6 identifies desired management of employees in the following 5 years. Based on the results, the majority of Slovak respondents chose alternative C for the present. The alternative focuses on achievement, and hard-driving competitiveness. Top managers of Slovak and German transport companies preferred alternative A as the most suitable for the future (Fig. 6) . They chose mentoring and taking charge of business in term of organisational leadership.
Organization glue was the fourth key dimension analysed by methodology of Cameron and Quinn (1999; . Results are illustrated in Fig. 7 and Fig. 8 . From the point of view of top managers in Slovak transport companies the glue that currently holds the organization together was formal rules and policies. Maintaining a smooth-running organization was important. On the other hand top managers in Germany perceived the In the area of strategic emphases, alternative D, which emphasizes stability and enterprise functioning, dominated in Slovak transport companies in 2016. From the point of view of top Slovak managers presented in Fig. 9 , performance, control and operating flexibility were the important factors for the achievement of the strategic goal. Managers asked for following this trend in the future (Fig. 10) . However alternative A dominated in Germany. The German transport organizations emphasized human development. Similar trends should continue in following 5 years.
Results of criteria of success are illustrated in Fig. 11 and Fig. 12 . Slovak organizations have defined success on the basis of efficiency (alternative D). Dependable delivery, smooth scheduling and low-cost production were critical. This trend was preferred in the future. German respondents identified the alternative A as the most used at present time as well as most preferred in following 5 years. The organization has defined success on the basis of development of human resources, teamwork, employee commitment, and concern for people.
By completing the opinions of respondents in all six dimensions, it is possible to provide a profile of corporate culture (Fig. 13, Fig. 14) . Following the outcomes, the hierarchy culture was dominant in 2016 in large Slovak transport companies (more than 250 employees). The hierarchy culture is characterized as a formalized and structured place to work. Procedures and well-defined processes govern what people do. Effective leaders are good coordinators, organizers, and efficiency experts. Maintaining a smooth-running organization is important. The long-term concerns of the organization are stability, predictability, and efficiency. Formal rules and policies hold the organization together (Cameron, 2008) . From the point of view of top Slovak managers, this type of culture was preferred in following 5 years. Based on the research results, from the point of view of top German manager's clan culture was typical for large transport companies in Germany in 2016. The clan culture is typified as a friendly place to work where people share a lot of themselves. It is like an extended family with best friends at work. Leaders are thought of as mentors, coaches, and, perhaps, even as parent figures. The organization is held together by loyalty, tradition, and collaboration. Commitment is high. The organization emphasizes the long-term benefits of individual development with high cohesion and morale being important. Success is defined in terms of internal climate and concern for people. The organization places a premium on teamwork, participation, and consensus (Cameron, 2008) . Top German managers asked for following clan culture in the future.
Following the analysis, the chi square (χ 2 ) statistic was used to investigate whether distributions of categorical variables differ from one another. At predetermined alpha level of significance (0.05) and degrees of freedom (df = 3), H 0 is rejected as χ 2 > χ 2 0.05;df=3
. (χ 2 0.05;df=3 = 7.81). Despite the fact that Slovak and German respondents agreed in some dimensions, based on the result presented in Table 2 , we can conclude that there are statistically significant differences between the distributions of Slovak and German respondents in all six key dimensions analysed as well as in corporate culture profile. The differences may be caused by the diversity of national cultures and mentality of the people in analysed countries. Fig. 13 presents that hierarchy culture dominated in Slovak transport companies in 2016. Similar outcomes are mentioned by Ližbetinová et al. (2016) , Matraeva et al. (2016) , Jaeger and Adair (2013) , Hitka and Balážová (2013) , Balogh et al. (2011) and Hitka and Czajkowska (2010) . Authors cited point to the fact that the procedures, rules and regulations are crucial tools in the management of enterprises. From the point of view of top Slovak managers working in large transport companies, this trend should continue in the future. Hierarchy culture should dominate. Compared to our previous research, we can conclude that there are differences in the future direction of the corporate culture in small, medium and large transport companies. In the research conducted in 2015 in 14 logistics companies respondents asked for clan corporate culture in future under which a friendly working environment would be created . Firstly, difference can be caused by size of the company. Large businesses (more than 250 employees) participated in the research in 2016 while small and medium-sized companies were involved in the research in 2015. Secondly, the difference can be caused by the job position of analyzed respondents. In the research from 2015 we analyzed the opinions of all employees regardless of their position. In this research we focused mainly on top managers. From their position managers can see the direction of company differently. In addition, the opinions of Slovak and German top managers are different. Based on this research, clan corporate culture dominated to German transport companies. Similar outcomes are presented by Hitka et al. (2015) . Top German managers asked for clan corporate culture in following 5 years. Our findings reflect the perception of human resources as one of the most important production factors, as technology, processes, and organizational structure can be copied, but the value that competent and dedicated employees can bring to companies cannot be easily taken away (Scholz and Bohm, 2008; Ahmad et al., 2012; Nedeliaková et al., 2017) .
Conclusions
Corporate culture exists in every company. It is something like the personality of a company. But the presentation of corporate culture is underestimated externally. However, enterprises such as IBM, Sony, GM and others follow this trend, and pay attention to corporate culture, because it represents the quality of the company. The objective of the paper was to compare the level of corporate culture in Slovakia and Germany from a top managers' perspective. Top managers of large transport companies (more than 250 employees) were involved in our research. The sampling unit consisted of 198 top managers. The methodology of Cameron and Quinn was used. OCAI allowed us to know the corporate culture deeper in analyzed countries. Based on the research results, the direction of corporate culture by Slovak and German top managers is different. Rules, objectives, performance and standards are crucial in future for top Slovak managers. On the other hand, openness and devotion is linked to the management style of top German managers. Top managers in Germany focus on employees, their needs and development because they consider the employees as bearers of knowledge. We agree with the top German managers. If a company is interested in realizing their business as long as possible, for top Slovak managers we suggest to consider employees as a key factor because employees are owners of new creative ideas. Employees are the source of competitive advantage for business, rather than finance or the technology. If top Slovak managers change their perception, if the rules are not crucial for them but employees are key element for managers, then we can expect that satisfied employees will increase productivity as well as overall quality and efficiency of work done. It will be reflected in the overall success of the company in the market.
